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Abstract 
This study aims to analyse emotional intelligence level of teachers employed in secondary schools of the TRNC. The sample of the study 
comprises 253 teachers. The findings of the study showed that there was a significant difference in teachers’ perceptions on performance 
management in terms of gender and seniority. The study also revealed that there was no significant difference in teachers’ perceptions on both 
performance management and emotional intelligence in terms of age. Significant difference was found in teachers’ perceptions on both performance 
management and emotional intelligence in terms of school type. Besides, there was a correlation between total performance management and two 
subdimensions of emotional intelligence: self-motivation and empathy and adaptation of change. 
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1. Introduction 
In our modern world, educational scientists place enormous value on the necessity for individuals to get guality education. 
One way to achieve perfection in education is to raise teaching standards through  planning, evaluation and rewarding  (Watkins, 
2006:1).Research in the field shows that for a long time the measurement of  performance evaluation was the main interest and the 
otter domains were neglegted. (Sayilar, 2003:121). To Comman (2000) and Boyaci (2003) performance evalvation is a general 
concept which comprises vanious domains. 
Organizations can achieve success via the regulations that will   improve and change them. The most salient of all these regulations is 
performance management. Compared to conventional management systems, regulations in paralel to performance management 
system foster performance for the individual and the organization in reaching the goals of the organization (Coúku, 2006, Barutcugil 
2002). Akal (1992) describes performance management as a process of starting some regulations and carrying them out by gathering 
data and making comparisons as to the future of the organization.  
In general performance management system comprises the evaluation, improvement, measurement and paying for the work  
performance of the individuals actually, as performance management introduces the concept of management with goals it enables 
individual emplayees to focus on what they do and to have letter commitment. It also helps to set goals to improve the potentional 
already present and to find out  to what extent these goals are  fulfilled (Barutcugil, 2002:125). 
Performance manegement includes  all kinds of evaluations  to measure the extent to which the organizational aims are 
achieved. with this regard, performance management should be evaluated as having two goals . The organizationals aims should be 
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considered to improve the organizational performance and the individual goals should be taken into account to enchance the 
performance of the employees (Coskun, 2006, Bostanci 2004:1). 
It is at times impossible for the employee  to performe in a desirable way resulting from several reasons: Sometimes the goals are not 
set clearly, the indivudual differences of the employees are disregarded, everyone is expected to perform” in the same way and the 
importance of  leadership and motivation is not recognised (Barutcugil,2002)  to Altan (2006) one of the main reasons for low 
performance is the lack of motivation and a rewarding system.   
Today, as human factor has come to the fore in organizations, the performance evalvation system becomes more impoertant. 
Performance evaluation is used as an instrument in evaluating emplayees  (ùenol, 2007). 
Performance management system has been developed through evaluating human resources management as a strategical unit. This 
system is a systematical manegement in which emplayees are motivated to get the best of them (Iúı÷ıçok, 2007). 
The philosophy of total quality management in organization aims to achieve quality as well. In a world of competition, total 
quality management comprises performance management systems. Despite the advances in technology the employee factor did not 
lose its importance. On the contrary, it gained importance and employers started to encourage their employees  to foster efficacy and 
harmony. In organizations, they started to take into consideration such topics as motivation, setting goals, trust,  communication 
skills and harmony. Performance management system resulted from this need. To adapt to the changing conditions, every 
organization seek new ways to make the most of their employees. To be able to reach the organizational efficacy, it is important to 
identify the strengths and weakresses of employees. For the survival of an organization, it is essential to check the employees’levels 
of success in reaching the goals, to help them overcome ther weakresses and to reward success (Palmer, 1993, Gürüz, 2006, Bostancı, 
2004, Boyacı, 2006). 
Performance manegement system emerged in early 1990s as an independant and a special management system. In this 
system not only the evaluation of employee performance but also performance planning and performance in improvement are salient. 
In this respect, It is acknowledged that performance management emerged as a reaction to performance evaluation (Williams, 1998). 
 In syntesizing individual qualifications, emotional qualification are important as well as knowledge and skills. In other 
words, a great majority of educational screntists agree to the  importance of emotional intelligence. In this respect, emotional 
intelligence is considered to add to the individual growth and provement and it will enable individuals to be intellectuals and to have 
better vision. For this reason, emotional intelligace isnot anly essential for individuals to communicate efficiently with people around 
them but also it is important in forming a gasis for people’s responsibility, efficacy and productivity (Yeúilyaprak, 2008). 
  Today, emotional intellgance is viewed as great factor which can measure individual performance, increase or decrease 
individual success and measure the qualities of employers. It also fosters communication is organizations (Frunham,2000). In 
addition, emotional intellegence is considered to be especially salient in schools and organizations in which group work is required. 
Emotional intelligence enables individuals to understand and control their feelings and emotions, understand others’ feelings  and 
emotions, have  empathy, raise motivation and self confidence. For this reason, the need for developing emotional intelligence grows 
day by day (Do÷an, 2007). 
To increase success, work efficacy and customer satisfaction, having intelligent employees who have great technical and logical 
skills is not enough; however, there is a growing need for employees  with high emotional and social capacity, who can understand 
others. In organizations with emotionally inteligent employees, relations and communication work better, performance increases and 
a better work atmosphere is created (Do÷an, 2007, Hancer, 2003).Bracket and Katulak (2004) state  that academicians with  the same 
as do not have the same academic success and this results from their different levels of emotional intelligence. 
2. Problem 
Emotional intelligence levels of teachers is important in effective teacher- student communication, in reducing stress and 
conflict and in achieving positive work atmosphere and academic success. It is also well known that between teachers there  are 
demographic differences. To reflect on emotional intelligence and performance management system, there is a need to carry out a 
comparative study in terms of the types of school, teachers’ majors areas and demographic variables. Furthermore, in the TRNC, 
previous research has concentraled on performance evalvation  and to the best of our knowledge, no investigation is done on 
emotional intellegence and performance management. 
3. Aim 
This study aims to analyse  the emotional intelligence and performance management perceptions of the teachers who are 
employed in the secondary schools of the TRNC. 
4. Method 
For this study the researchers created a new scale combining Wolmarans’s FCP scale and Daniel Goleman’s emotional 
intelligence scale. The questionnaire for performance management is Boyaci’s scale which was used in 2003 to evalvate the 
performance management system in primary schools. The emotional Intelligence scale comprises 40  and the performance 
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management scale comprises 30 items. Data  of the study were analysed with SPSS program. T – tests and ANOVA were conducted 
to determine the differences between parametric variables. Pearson correlation matrix was used for correlation analysis.  
5. Population and Sample 
The population of the study comprises 17 secondary school administrators and 870 teachers employed in the schools of the 
Ministry of Culture and National Education. The sample was  chosen according to school type (public and private) and region.  
The researchers used the theoretical sample size table to determine the appropriate sample size for the study. For a population size of 
1,000 people, the appropriate sample size was 277 (95% reliability level, alpha=.05, and 5% tolerance) (Balci, 1995). Then, teachers 
to be included in the sample were determined. 253 teachers from a total of 870 secondary school teachers were included in the 
sample. 
6. Findings of the Research 
1. Teachers’ age, gender and school types 
About 35%  of teachers in the study are male and 64.4% are female. The age of participants ranges from 21 to above 51. 
About 11.5 % are between the ages of 21 and 25, 25.3%  are between the ages of 26 and 30, 20.9% are between the ages of 31 and 
35, 12.3% are between the ages of 36 and 40, 11.9% are between the ages of 41 and 45 years of age, 9.9% are between the ages of 46 
and 50 and 8.3%  are 51 years of age or older. About 64.6% of participants work at state schools, and 34.4% work at private schools. 
2. Job experiences of participants  
About 32% of teachers had fewer than five years of job experience. About 15.34 % of them had 6 to 10 years of job 
experience, 15%  had 11 to 15 years of job experience, 14.2% had 16 to 20 years of job experience, 9.1% had 21 o 25 years of job 
experience, and 7.5% had more than 26 years of job experience. About 52.2% of teachers had fewer than five years of experience in 
their current school. About 22.5% of them had 6 to 10 years of experience, 15.4% had 11 to 15 years of experience, 7.9% had 16 to 
20 years of experience, 1.6% had 21 to 25 years of experience, and 1% had more than 26 years of work experience. 
3. Teachers’ majors and education level 
Data showed that 21.9%  of teachers were educated in the areas of science and mathematics. About 8.3%  were pututor 
(teacher giving personal guidance), 17.4%  were educated in social sciences, 13.4%  were teachers of Turkish language, 15.4%  were 
foreign language teachers and 20.6%  were technical teachers. About 75.9%  of teachers had a Bachelor’s degree, 21.3% of them  had 
a Master’s degree, and only 8.3%  of them had only a pre-license degree. 
7. Findings Related to Demographic Variables 
1. Gender 
Table 1: T-test results of performance management and emotional intellligence scales according to gender.
 Gender N X S Sd t P 
Total emotioanal intelligence Male 90 158.47 22.50 249 -.132 .895 
Female 163 158.83 19.75    
Male 90 91.37 19.87 Total performance Management 
Female 163 97.96 20.04 251 -2.51 .013 
The finding show that there was no significant difference between female teacher’ and male teachers’ perceptions of total 
emotioanal intelligence [t (249) =.895, p>0.05]. øt can be suggested that there is not a meaningful relationship between teachers’ 
perceptions of performance management in terms of gender  [t (251) =.013, p<0.05]. This finding showed  that compared to male 
teachers the female teachers are either indifferent towards the management system or they do not tend to question it all. Another 
research backs up this hypothesis; since influenced by cultural and social events gender roles are shaped, female teachers react in 
accordance with theirroles (Camcı, 2004). 
    
2. Seniority (experience in teaching profession) and Age  
Table 2: Anova results of the teachers perceptions of performance management and emotional intelligence in terms of seniority
 Gender N X S Sd t P 
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Total emotioanal intelligence Male 90 158.47 22.50 249 -.132 .895 
Female 163 158.83 19.75    
Male 90 91.37 19.87 Total performance Management 
Female 163 97.96 20.04 251 -2.51 .013 
Table 3: ANOVA results of the teachers’ perceptions of performance management and emotioanal intelligence in terms of age
  Sum of Squares df 
Mean 
Square F Sig. 
Total emotioanal intelligence Between Groups 3797.705 6 632.951 1.489 .182 
  Within Groups 103716.064 244 425.066 
  Total 107513.769 250 
Total performance 
Management 
Between Groups 4244.974 6 707.496 1.766 .107 
  Within Groups 98530.354 246 400.530 
  Total 102775.328 252 
There is not a significant difference between teachers’ emotioanal intelligence, in terms of seniority [t (5-247) =1.132, p>0.05]. 
However there is a significant difference between teachers’ perceptions of the total performance in terms of seniority [t (5-245) =4.148, 
p<0.05]. In other words, teachers perceptions of performance management differ dramatically in terms seniorty.Scheffe test was 
conducted to determine in which groups the difference lied. It was found that the teachers who had 6-10 years of teaching experience 
(x= 100.71) and the teachers who had 11-15 years of teaching experience   (x= 100.68) were more pozitive towards total performance 
management than the teachers with more than 26 years of teaching experience. It can be suggested that according to ANOVA test 
results teachers’ perceptions of performance management differ in terms of seniority. 
The fact that there is not a significant difference between teachers who had 1-5 years  of teaching experience (x=91.18) and 
teachers who had more than 26 years of teaching experience and the fact that there is a significant difference betweeen teachers who 
had 6-10 and 11-15 years of teaching experience showed that teachers’ perceptions of total performance management. The finding 
teacher with more than 26 years of teaching experience were more critical towards performance management system may results 
showed that perceptions of performance management [t (6-246) =1.766, p>0.05] and emotional intelligences  [t (6-244) =1.489, p>0.05] 
did not change in terms of age.   
3. Type of school in which they work 
Table 4: T-Test  results of the Teachers’ Perceptions of Performance Management and Emotioanal Intelligences in terms of School Type 
  
School
N X S Sd T P 
State School  165 161.05 16.60 Total emotioanal intelligence  
Private School 86 154.20 26.48 
249 2.508 .013 
State School  166 99.50 19.71 Total performance Management
Private School 87 88.22 19.09 
251 4.36 .001 
According to the t-test results, there was a meaningful  difference between teachers’ emotioanal Intelligences in terms of 
school type [t (249) = .013, p<0.05]. Similarly, there was a significant difference between teachers’ perceptions of Performance 
management in terms of school type [t (251) = .001, p<0.01]. 
The finding  that there was a significant differnce between the teachers’ perceptions of performance management in terms of the fact 
that the teachers in state schools type can be the result of the fact that the teachers in state schools are more experienced than the 
teachers in private schools (51.7 % of the teachers in private schools have 1-5 years of teaching experience). This hypothesis goes in 
line with the significant difference in terms of seriority.  
4. Education Level    





Square F Sig. 
Total emotioanal 
intelligence  
Between Groups 191.339 2 95.669 .221 .802 
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Within Groups 107322.430 248 432.752 
  Total 107513.769 250 
Total performance 
management 
Between Groups 1310.635 2 655.317 1.615 .201 
Within Groups 101464.693 250 405.859 
Total 102775.328 252 
Table 6 Anova Results of Teachers’ Emotioanal Intelligences in terms of their Subject Areas. Altough research showed that 
teachers with social sciences backgrounds had better perceptions of emotioanal intelligence and performance management than 
teachers with science backgrounds management than teachers with science backgrounds (Kuzgun, 2000 ). 
Anova results showed that in terms of subject areas, there was no significant difference between teachers emotioanal 
intelligences [F (5-245) = 1.76, p>0.05] and performance management [F (5-247) = .671, p>0.05]. This finding can be explained by the 
fact that teachers with social sciences and science backgrounds have studied pedagogy for a longtime. 
8. The relationship between performance management the sub-dimensions of emotional intelligence 
Table 7: The correlation between the sub-dimensions of emotional intelligence and total performance management
Self Motivation Emhaty and Adaptation to Change 
Total Performace Management .171(**) .207(**) 
                ** The correlation is meaninul at 0.01 
There is a significant positive correlation between only two sub-dimensions of emotional intelligences and performance 
management. A significant positive correlation has been found between ‘‘self motivation’’ and ‘‘total performance management’’ [r 
= 0.171 and p<0.01] with this regard, it can be suggested that as perception of performance management increases teachers’ self – 
motivation scores increase as well. There is a significant positive correlation between ‘‘emphaty and adapting to change’’ and total 
performance management  [r = 0.207 and p<0.01]. It can be suggested that as perceptions of performance management increase 
scores of emphaty and adapting to changes increase as well. 
The finding that there was significant positive correlation between total performance management and emphaty of the 
teachers goes in line with the meaning of ‘‘emphaty’’ which means the ability to share another person’s feelings and emotions.  
9. Conclusion  
The results showed that there was no significant difference between teachers’ gender and their emotional intelligence. 
Besides, high perceptions of female teachers on performance management may indicate that female teachers are more positive 
towards performance management. The findings also revealed correlation between the perceptions of new teachers and experienced 
teachers on peformance management. On the other hand the performance management expectations of teachers who have 6-10 years 
of experience but no job satisfaction were found to be high. It can be argued that teachers with 6-10 years of teaching experience can 
me more critical and judgmental towards perfomance management. 
No significant difference was found between teachers’ emotional intelligence with regard to their graduation level of 
masters or bachelors degree. This may indicate that individuals can accomplish their maturity level of emotional intelligence 
maximum till the end of their graduate level of education. Considerable research showed that small communities had a high impact 
on emotional intelligence. Yet this research also revealed that teachers’ subject areas also had a considerable impact on teachers’ 
emotional intelligence (Kuzgun, 2000).  
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